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PERFORMANCE: A MALAYSIAN CASE DURING THE 2008-
2009 FINANCIAL CRISIS
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Firms in the developing and advancing industrial society are increasingly turning
to best practices to gain competitive advantage and business performance. The
universalistic perspective of human resource practices view practice or set of
practices that will work in most if not all firms to gain competitive advantage and
business performance. It is based on the concept that some HRM practices will
be better than other practices and that these ‘best practices’ should be adopted
by all firms. Unlike study by Delery and Doty (1996) in banking industry only, this
study is done across different industries to relate HRM best practices to business
performance. This paper is directed towards understanding the case of
Malaysian HRM best practices and business performance prior to, during and
immediately after the financial crisis of 2007-2008.
A summary of the findings, a short discussion and future direction will be provided.
Field of Research: Best Practices, Universalistic Perspective, Performance,
Financial Crisis, Malaysia.
1. Introduction
Various terms where the human resource best practices lead to superior performance
have been coined to mean best practices in human resource. Such terms include high
performance work systems (Huselid, 1995) or also known as HPWP systems
(Appelbaum and Batt, 1994), best HRM practices (Pfeffer, 1994; Osterman, 1994), high
commitment practices (Wood, 1996) and higher productivity and product quality
practices (Ichniowski et al., 1997).
Universalistic perspective views that greater use of HRM best practices would always
result in superior business performance. According to this perspective, best practice or
a set of such practices will work in most if not all firms to gain competitive advantage
and business performance. It is based on the premise that some HRM practices will be
better than other practices and that these ‘best practices’ should be adopted by all firms.
Delery and Doty (1996) study in 1,050 banks found a positive relationship between firm
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2financial performance and a system of HRM practices. The HPWP organizational
performance link has been done in manufacturing settings, in particular "the
implementation of systems of high performance work practices has most thoroughly
been studied in the steel, automobile, and components manufacturing industries" (U.S.
Department of Labor, 1993: 6).
Study by Huselid (1995) in 968 publicly listed companies found the strategic impact of
HPWP that those activities that improve employees' knowledge, skills and abilities (e.g.,
comprehensive recruitment and selection procedures, job design, training and
participation programs) and those that address employee motivation (e.g., performance
appraisal systems closely linked to compensation) to be significantly associated with
firm performance. Kling (1995) reported that HPWP system comprises of skill training,
compensation policy and workplace participation contributes to company performance.
Delaney and Huselid (1996) found that human resource best practice affects company
performance through skills, capability and employee motivation. Firm needs
development activities and employee training to improve the skills and capabilities of its
employee (Arthur, 1994). Bartel (1994) shown that investment in training programmes
improve the company productivity.
Cost wise, human resource is among the most difficult type of resource to manage.
However, it is an important task and affects firm performance (Pfeffer, 1998). Pfeffer
(1994) proposed 16 management best practices and later reduced it to seven. This list
includes employment security; selective hiring of new personnel; self-managed teams
and decentralization of decision making as the basic principles of organizational design;
comparatively high compensation contingent on organizational performance; extensive
training; reduced status distinctions and barriers, including dress, language, office
arrangements, and wage differences across levels; extensive sharing of financial and
performance information throughout the organization (Pfeffer, 1998).
Research work by Sung and Ashton (2005) reported two main benefits of high
performance work practices system. These are sustainable company performance and
the development of better work environment with satisfied employees. Organizations
from different sectors, across industries, and through different time periods should use
these HRM best practices (Bamberger and Meshoulam, 2000; Delery and Doty, 1996).
However, there is still room to investigate on the influence of HR best practices under
different conditions.
Firms that face higher level of uncertainty may invest in workforce best practices to
accumulate competitive advantage (Lado and Wilson, 1994). Such approach of
accumulating non mobile organizational competencies to the organizational concern
have been described by Barney’s (1991) under the resource-based view of the firm as
intangible sources of competitive advantage.
A dramatic escalation of the financial crisis in September 2008 has provoked an
unprecedented contraction of activity and trade, despite policy efforts. Overall, global
3Gross Domestic Product (GDP) was estimated to have contracted by an alarming 6.25
percent (annualized) in the fourth quarter of 2008 (a swing from 4 percent growth a year
earlier) and to have fallen almost as fast in the first quarter of 2009. All economies
around the world were seriously affected. The advanced economies experienced an
unprecedented 7.5 percent decline in the fourth quarter of 2008. Emerging economies
too have suffered badly and it had contracted 4 percent in the fourth quarter in the
aggregate (IMF, 2009). Malaysia being a small and open country was not spared.
During the crisis, the GDP had dropped to negative level and the growth rate for the
second quarter of 2009 was minus 6.2 percent and only turns to positive in the first
quarter of 2010. The Malaysian Central Bank (Bank Negara Malaysia) has also
announced economic growth of 8.9% in the second quarter of 2010, compared to the
first quarter’s growth rate of 10.1%. Clearly, the economy and the manufacturing sector
have performed strongly in the first six months of the 2010.
While a substantial body of literature has been developed linking human resource best
practices to business performance, this study was conducted immediately (during third
quarter of 2010) after the financial turmoil 2008-2009 to evaluate the effect of human
resource best practice and firm performance.
This paper is also different from previous studies involving firms from developing
countries, a Malaysian case. The purposes of this research paper use the universalistic
perspective of human resource practices view to:
(1) Assess whether there is relationship between human resource best practices with
business performance prior, during and after the financial turmoil.
(2) Investigate the individual HR best practices on the business performance of firms
prior, during and after the time of financial turmoil.
A summary of the findings, a short discussion and future direction will be provided.
2. Methodology
Data pertinent to this research were carried out through mail survey. The responding
companies are listed under the Federation of Malaysian Manufacturers Directory 2009
(FMM). The selection is based on the criteria that the company must be a manufacturer.
The questionnaires were verified by two industry experts and were mailed to the
attention of the Human Resource Manager / Managing Director of all the 768 selected
manufacturing firms listed in the said directory. At the end of the cut-off date (a month
later), a total of 40 survey questionnaires were returned. This gave a usable response
rate of 5.0 percent. Table 1 tabulates the characteristics or profile of the responding
firms.
A total of 35 firms or 88 percent of the responding firms are local and the remaining 5
firms or 12 percent are foreign owned. There were a total of 17 SMEs or 43 percent
4SMEs. More than 63 percent of the firms have operations of more than 10 years. A total
of 23 firms or 57 percent of the firms responded export more than 50 percent of their
products manufactured.
The response bias test was done using t-test described by Armstrong and Overton
(1977) for all the best practices, external environment and the performance measure
items. A comparison is made between 20 responding firms that have responded early
and the subsequent 20 firms. No variable turn out to differ significantly (p<0.10). It
follows that there was no serious non-response bias in the data.
Table 1: Profile of the respondents (n=40)
Demographic Categories Frequency (%)
a. Local 35 88
Ownership b. Foreign 5 12
No. of Full Time a. <=150 (SMEs) 17 43
Employees b. >150 23 57
a. 0 – 10 3 8
Years in Operation b. >10 – 20 25 63
d. >20 12 29
Percent of Products a. <= 50 17 43
Exported b.  > 50 23 57
a. Managing Director/
Executive Director 14 35
Person b. Human Resource
responding to Manager 16 41
Survey c. Operations Manager 5 12
Questionnaire d. Others 5 12
a. Electronic /Electrical 6 12
b. Metal related 12 24
Type of c. Food & chemical
Manufacturing related 8 26
Industries d. Rubber, plastic &
wood 8 26
e. Others 6 12
53.0 Results
3.1 Measures
The variable measures in this study are human resource best practices, business
environment and firm business performance. Human resource best practice measure is
the independent variable, the control variables are firm size, number of years the firm
has been in operation and business environment, and the dependent variable is firm
business performance.
3.1.2 Measures of human resource best practices
The seven items used to measure human resource best practices are adapted from that
used by Delery and Doty (1996). These items were selected based on the universalistic
perspective. It looks for HR practice or set of practices that will work in most if not all
firms. It is based on the concept that some HRM practices will be better than other
practices and that these ‘best practices’ should be adopted by all firms. These seven
items are training (4 items), appraisals (2 items), job security, employee participations (4
items), job descriptions (4 items), profit sharing (1 item), and consistency of HR practice
(1 item). Respondents were asked to rate their agreement on a 5-point Likert-type
items, the extent of each statement represents their respective organization ranging
from 1 to 5: (1) Strongly disagree to (5) Strongly agree.
3.1.3 Measures of external environment
A total of ten items was used to measure the firm business external environment. The
first seven items were derived and adapted from work by Miller (1987) and Agarwal
(1997), out of which 5 items are on environmental dynamism and the 2 items on
environmental hostility. The next 3 items are on government actions which are on
policies, legal and political changes. Respondents rated these items that are related to
the external environment that influence the performance of their respective firms over
the three years (end 2007, 2008, 2009) on a Likert-type items ranging from of 1
(slow/far less) to 5 (rapid/far more).
3.1.4 Measures of Business performance
The 11 items that measures business performance were adapted form Delaney and
Huselid (1996) study. Respondents were required to rate on the questionnaires related
to performance of their firm before, during and after the recent financial crisis (end of
year 2007 to year 2009), their business performance position on a Likert-type items on
a scale of 1 to 5. Business performance; 1 = worst, 2 = low, 3 = no change, 4 = high,
and 5 = very high. These 11 items of business performance are: Implementation of best
practices leads to operational improvement, marketing, growth in sales, profitability,
market share, return on sales, overall competitive position, profit after interest and tax,
return on investment, financial performance and productivity.
63.2 Reliability analyses of measurement instrument
The results of reliability analyses for the various variables with their respective mean
and standard deviation values are tabulated in Table 2.
Cronbach’s alpha coefficient ranges in value of from 0 to 1 and is used to describe the
reliability of factors extracted from dichotomous (that is, questions with two possible
answers) and/or multi-point formatted questionnaires or scales. The higher the score,
the more reliable the generated scale is. Nunnaly (1978) has indicated that value of 0.7
to be an acceptable reliability coefficient but lower thresholds are sometimes used in the
literature. This shows that there is internal consistency for the elements of the
respective variables as measurement instrument.
Table 2: Reliability and Mean of Variables
3.3 Correlations analysis
Table 2 tabulates the correlations results among the variables studied, i.e. external
environment, training, appraisals, job security, employee participations, job descriptions,
profit sharing, consistency of practice, business performance prior-to, during and post
financial turmoil.
Variable Element
No. of
Item
Cronbach's
Alpha Mean Std. Dev.
Human Resource Best
Practices
Training 4 0.78 3.79 0.83
Appraisals 2 0.64 3.86 0.60
Job security 4 0.69 3.75 0.66
Employee participations 4 0.84 3.59 0.96
Job description 4 0.83 3.93 0.73
External environment Environment dynamism,
hostility, government actions
10 0.81 3.33 0.60
Firm business
performance
Prior to financial crisis 11 0.95 3.25 0.78
During financial crisis 11 0.94 2.99 0.70
After financial crisis 11 0.94 3.58 0.66
7The results revealed that correlation exist between consistency of human resource
management system in the organization with all the other human resource best
practices variables investigated (r range from .315 to .578; p<.01 to .05). Some of the
best practices also correlate with others. The best practices that correlate with pre-
financial crisis business performance are results-oriented appraisals and job security,
and for post financial crisis business performance are training, result-oriented
appraisals, and employee participation. The external business environment condition is
correlated with appraisals, employee participation, job description and consistency of
human resource practice. It also correlated with pre-crisis business performance but not
with during and post-crisis business performance. There is no correlation between the
best practises with business performance during financial crisis. Correlations exist
among the pre, during and post financial crisis business performances.
Table 2: Pearson Correlations (N=40) among Variables
Variables 1 2 3 4 5 6 7 8 9 10
1. External Bus
Environment
1
2. Training
,204 1
3. Appraisals
,728(**) ,071 1
4. Job Security
-,042 ,432(**) -,075 1
5. Employee
Participation
,420(**) ,566(**) ,586(**) ,220 1
6. Clear Job
Description
,389(*) ,362(*) ,583(**) ,361(*) ,605(**) 1
7. Profit Sharing
,245 ,517(**) -,058 ,446(**) ,407(**) ,129 1
8. Consistency of
HR Practices
,454(**) ,473(**) ,341(*) ,578(**) ,497(**) ,315(*) ,514(**) 1
9. Pre-Crisis Bus
Performance
,557(**) -,033 ,405(**) -,316(*) ,121 ,148 -,056 -,170 1
10. During Crisis
Bus Performance
,214 ,200 ,106 ,054 ,161 -,019 ,240 ,103 ,388(*) 1
11. Post-Crisis
Bus Performance
,304 ,341(*) ,332(*) -,115 ,330(*) -,148 ,083 ,269 ,409(**) ,339(*)
**  Correlation is significant at the 0.01 level (2-tailed).
*  Correlation is significant at the 0.05 level (2-tailed).
3.4 Firm business performance
Table 4 shows the result of paired t-test for the comparison between the firm business
performances prior, during and after the financial crisis. The mean value of business
performance prior to the financial crisis is 3.25 and is significantly better than that of
8during the financial crisis with value of 3.00 at p<0.05. It is observed that the mean
value of business performance after the financial crisis, which is 3.60 is significantly
higher than both the mean values of prior to the crisis and during the crisis, i.e. the
business performance has emerged much better after the financial crisis.
Table 4: Paired t-test Comparing Firm Business Performance Prior, During and
Post-Financial Crisis
3.5 Multiple regression analyses
3.5.1 Relationship between human resource best practices and firm business
performance
Table 5a, 5b and 5c tabulate the sets of hierarchy regression results of human resource
best practices and firm business performance prior to, during and after the financial
crisis respectively. The dependent variable and independent variables are respectively
business financial performance and human resource practices. The control variables
include firm size (measure by number of employees), the number of years the firm has
been operating in Malaysia and the external environment. The independent variables
were entered into the equation after entering the control variable.
It is observed in Table 5a that the control variable of external environment indicated
significant results in both the regression Model 1 and 2. In Model 2, the individual
practice of internal consistency of HRM practices is significantly related to business
performance prior to the financial crisis at level of p<.05. This implies that firm which
emphasis on internal consistency in their HRM best practice can achieve better
business performance. The full hierarchical regression equation of human resource best
practice against business performance indicated significant relationship between best
Business performance
Comparison
Situation Mean Std.
Dev
Sig (p) t-value
Prior to and during financial
crisis
Prior to Financial
Crisis 3.25 0.78
0.013 1.977During Financial
Crisis 3.00 0.70
During and After financial
crisis
During Financial
Crisis 3.00 0.70
0.032
-4.777
Post-Financial
Crisis 3.60 0.67
Prior to and after financial
crisis
Prior to Financial
Crisis 3.25 0.78
0.009 -2.696Post-Financial
Crisis 3.60 0.67
9practices and performance. There is an additional ∆R2 = .23 at p<.10. The Durbin-
Watson value of 1.75 which is greater than 1 indicates that the models are valid.
The result of hierarchical regression done for the set of data using the business
performance during the financial crisis is tabulated in Table 5b. It indicated that result
oriented appraisals (p<.10), job description (p<.10) and internal consistency (p<.05) of
the HRM practices are significantly related to business performance.  Thus, this implies
that firm that practices result-oriented appraisals, job description and practices
consistency in their HRM practices can achieve better business performance.
Table 5a: Regression of human resource best practices and firm business
performance prior to financial crisis
In the case of regression for the post-financial crisis and business performance (shown
in Table 5c) the HRM practices of training (p<0.05), resulted-oriented performance
appraisal (p<0.05) and job descriptions (p<0.001) indicated significant relationship with
business performance. This implies that firm that implement best practices of training,
resulted-oriented performance appraisal and job descriptions can perform better in their
Independent Variables Beta standardized
Model 1 Model 2
Control Variable
1. Number of employees .10 -.07
2. Years firm in operation -.03 .11
3. External Environment .56*** .78**
Human Resource Best Practices
1. Training .08
2. Result-oriented appraisals .10
3. Employment security .08
4. Participations .05
5. Job descriptions -.10
6. Profit sharing -.02
7. Internal consistency -.66**
R2 .32 .55
Adj.  R2 .26 .40
R2 Change .32 .23
F Change 5.59** 2.15*
Durbin-Watson 1.75
Note: ***Sig. at .001     **Sig. at .05      *Sig. at .10
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business performance. Durbin-Watson values of greater than 1 in both regressions
above indicate that both the equations are valid.
The full hierarchical regression equations of HR best practices against business
performance are significantly related to human resource best practices prior to the
financial crisis (the additional ∆R2 = .23, ∆F = 2.15, p<0.10) and after the financial crisis
(the additional ∆R2 = .47, ∆F = 4.91, p<0.001). However, the full equation of the
hierarchical regression does not shows significant relationship between the human
resource best practices and business performance during the financial crisis.
Table 5b: Regression of human resource best practices and firm business
performance during the financial crisis
Independent Variables Beta standardized
Model 1 Model 2
Control Variable
1. Number of employees -.25 -.48**
2. Years firm in operation .44** .65**
3. External Environment .17 -.07
Human Resource Best Practices
1. Training .37
2. Result-oriented appraisals .75*
3. Employment security .20
4. Participations -.15
5. Job descriptions -.46*
6. Profit sharing .40*
7. Internal consistency -.53**
R2 .19 .40
Adj.  R2 .12 .19
R2 Change 0.19 .21
F Change 2.76* 1.44
Durbin-Watson 2.07
Note: ***Sig. at .001     **Sig. at .05      *Sig. at .10
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Table 5c: Regression of human resource best practices and firm business
performance in post financial crisis
4.0 Discussion of Finding
4.1 Malaysian Economy and Firm Business Performance
The 40 responding manufacturing firms in this study varying in size and types could
provide the universalistic perspective or mode of theorizing in strategic HRM best
practices established by Delery and Doty (1996). The firms in this current work
comprise of both the local and foreign owned SMEs as well as also the bigger firms,
more than 63 percent of them have operated for more than 10 years and 57 percent of
them export more than 50 percent of their products manufactured. The types of firms
are from electronic and electrical, metal related, food & chemical manufacturing related
industries, rubber, plastic & wood and others manufacturing industry. The control
variables used in the analysis of the data are number of employers (control for size of
firm), number of years the firm has been in operation and the external environmental
factor. The external environmental factor comprises of environmental dynamism,
environmental hostility and government actions (policies, legal and political changes).
The paired t-test for the comparison between the firm business performances prior,
during and after the financial crisis indicated that there are significant different in levels
Independent Variables Beta standardized
Model 1 Model 2
Control Variable
1. Number of employees .16 -.14
2. Years firm in operation .06 .17
3. External Environment .29* -.13
Human Resource Best Practices
1. Training .61**
2. Result-oriented appraisals .84**
3. Employment security -.01
4. Participations .10
5. Job descriptions -.86***
6. Profit sharing -.40
7. Internal consistency -.02
R2 .13 .60
Adj.  R2 .06 .47
R2 Change .13 .47
F Change 1.78 4.91***
Durbin-Watson 2.12
12
of financial performances between these periods. The mean value of business
performance prior to the financial crisis is significantly better than that of during the
financial crisis. And, the mean value of business performance after the financial crisis is
significantly higher than both the mean values of prior to the crisis and during the crisis.
It shows that the business performance has emerged much better after the financial
crisis. This is reflected in the country’s economy trend. Malaysia’s Gross Domestic
Product (GDP) had dropped to negative level during the world financial turmoil and the
growth rate for the second quarter of 2009 was minus 6.2 percent and only returned to
positive in the first quarter of 2010. The economic growth was 8.9% in the second
quarter of 2010, compared to the first quarter’s growth rate of 10.1%. The result
indicated that firms surveyed performed better in tandem with the economic recovery
situation of the country and emerged much better in the first six months of the 2010.
4.2 Universalistic perspective of HRM best practices and performance
This study used the universalistic perspective of HRM best practices to investigate the
relationships of best practices and firm business performance in the periods prior to,
during and immediately after the 2008-2009 financial crisis. Correlation analysis
revealed the existence of significant relationship between consistency of human
resource management system in the firm with all the other individual HRM best
practices variables investigated and that some of these best practices also correlate
with others. Performance appraisals and job security correlate significantly with pre-
financial crisis business performance and training, appraisals, and employee
participation correlate significantly with post-financial business performance. However,
none of the HRM best practices correlate significantly with business performance during
financial crisis. Significant correlations exist among the pre, during and post financial
crisis periods and business performances. Delery and Doty (1996) found that result
oriented appraisals, and profit sharing are significantly related to return on average
asset (ROA) and return on equity (ROE). In addition they also found that employment
security is related to return on average asset.
Hierarchical regressions show that the individual HRM practices for internal consistency
of HRM best practices is significantly related to business performance in the period of
prior to the financial crisis. This means firm emphasis on internal consistency of HR
practices in their HRM practices can achieve better business performance. When the
hierarchical regression was done for the set of data using the business performance
during the financial crisis, the individual HRM practices that are significantly related to
business performance are result-oriented performance appraisals, job descriptions,
profit sharing and consistency of practices. However, for hierarchical regression of HRM
best practices against business performance in the period of post financial case,
training, resulted-oriented performance appraisal and job descriptions indicated
significant relationship. This seems to indicate purposeful shift of strategic choices of
emphasis on the best practices made by firm in the course of facing the financing crisis.
Bartel (1994) have shown that investment in the training program result in an increase
in productivity of a company. Pfeffer (1998) argued that training not only benefits
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employee skills development, it also resulted in enhancement of positive attitudes of
individual worker. Harel and Tzafrir (1999) found that the single HR practice that most
influences perceived organizational performance is training. Training, cross-training and
cross-utilization are essential components of high-performance work systems because
these systems rely on front-line employee skill and initiative to identify and resolve
problems, to initiate changes in work methods, and to take responsibility for quality
(Pfeffer, 1998).
In a study of US firms operating in China, Sanyal (2001) found that merit-based pay
contributes to higher productivity levels. Welbourne and Andrews (1996) found that
organizational-based rewards significantly affect long-term sustainability of firm.
Delaney and Huselid (1996) reported that incentive compensation is associated with
perceived organizational quality and market performances. Profit sharing makes
compensation more flexible, permitting adjustments in the labor cost without layoffs
(Pfeffer, Hatano and Santalainen, 1995).
The full regression equations for hierarchical regression of HRM best practices against
business performance are significantly related in the periods of prior to and after the
financial crisis with business performance. Full hierarchical regression equation results
by Delery and Doty (1996) of the best practices with both ROA and ROE also indicated
significant relationships. However, this is not the case for the period during the financial
crisis. The best practices and the business performance are not significantly related in
the case of during the financial crisis. A plausible explanation for the non significant
relationship during financial crisis is that the organisational and strategic factors must
respond immediately to be in alignment with the hash and abrupt situational changes.
This demands relevant contingency factors like through pro-activeness, innovation and
creativity in organization, business strategy that placed upon it during the financial crisis
to survive and pull through the crisis. These contingency factors can be investigated
using the moderated hierarchical model, indicating whether the factors provide
additional significant variation to the HRM practices business performance relationship.
This could also be that in facing high uncertainty, firms are realigning its internal
resources to align with the external market competitive forces. According to Lado and
Wilson (1994), firm may invest in workforce best practices to accumulate competitive
advantage. The approach can be interpreted as in taking advantage of opportunity to
change, accumulate competencies and stay in business. Barney’s (1991) has described
this under the resource-based view of the firm as intangible sources of competitive
advantage.
5.0 Conclusion
This study revealed the relevant of universalistic approach of human resource best
practices in managing business performance of a firm. Individual HR best practices with
the identified set of practices are aligned to the internal and external changes to
enhance business performance when firms are faced with uncertainty. In this case, firm
align the relevant individual best practices from the set of best practices during the
different period of certainty of business i.e. during of firms prior, during and after the
14
time of financial turmoil of 2008-2009 to manoeuvre purposefully to accumulate
competitive advantage and to stay in business. In another word, this shifting of strategic
choices of emphasis on the best practices in different phases of uncertainty is to make
the business sustainable.
The best practices strategic human resource management practices that have been
used in this study were training, resulted-oriented appraisals, employment security,
employee participation, job descriptions, profit sharing and internal consistency of
practices of the best practices.  Individual HRM practices i.e. internal consistency of
HRM best practices is significantly related to business performance prior to the financial
crisis. During financial crisis period, the individual HRM practices that are significantly
related to business performance are resulted-oriented performance appraisals, job
descriptions, profit sharing and consistency of practices. In the case of immediately after
financial crisis, training, resulted-oriented performance appraisal and job descriptions
indicated significant relationship with business performance.
The full hierarchical regression equations for regression of HRM best practices against
business performance are significantly related to prior and after the financial crisis but
not significant with business performance during the financial crisis period. This
indicates the relevant of contingency approach in analysis. Contingency factors
including pro-activeness, innovation, external environment and creativity in organization
and business strategy can be investigated using the moderated hierarchical model to
reveal whether any of such factors can provide additional significant variation to the
HRM practices business performance relationship.
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